In this article, including a state of the art on Public Service Motivation (PSM) and its relationships to Affective Organizational Commitment (AOC), the interface of PSM with Organizational Behavior constructs is analyzed. Data has been collected in the context of French local authorities at two points in time within one year (N1=1152, N2=81). AOC and Intention to Quit Employer (IQE) at T2 are related to several antecedent variables at T1 (Intrinsic Motivation, Perceived Superior Support, Latent Conflicts and Exhaustion) but not to PSM. The hypothesis of a causal relation between PSM and positive effects is not validated. The data does not support the idea that PSM influences commitment to, or turnover in, the organization. The influence of Age and civil service grade levels (Class) in IQE is confirmed. The analysis indicates that Exhaustion and Perceived Superior Support are strongly related to IQE, which should encourage scholars and HRM professionals to enable superiors to provide support to their employees. Keywords: public service motivation, organizational commitment, intention to quit, perceived superior support Public Service Motivation and its relationships to Organizational Behavior Perry and Wise's first definition for PSM (1990) positions the concept in a wider sense as an attitude vis-à-vis society and others and not vis-à-vis work and the organization. Each of Perry's four dimensions of PSM (Attraction to public policy making; Commitment to public interest/civic duty; Compassion; Self-sacrifice) fall under at least one of the three categories of motive according to Knoke and Wright-Isak (1982): rational, normative and affective. The "motives" indicate the need an individual is seeking to satisfy: rational motives produce actions founded on maximizing individual usefulness, normative needs result in efforts to conform to valued norms such as altruism or loyalty and affective needs can arouse emotional responses triggered by the social context.
Introduction
As a field of research, Public Service Motivation (PSM) was developed in the U.S. in reaction to theories of Public Choice. However, areas common to the PSM literature and other research on closely related concepts continue to be rare, and PSM itself only covers a portion of the various sources available on public officials' motivation (Emery, 2012) . In addition, outside the confines of the public sector, the relation to work is generally tackled using concepts such as organizational commitment (OC). Therefore, in this article, we will analyze the interface of PSM with Organizational Behavior (OB) constructs with the aim of adding to the state of knowledge on the motivational characteristics of personnel in public organizations and their effects on the organizations and on the individuals. The present study has been developed in the context of French local authorities, where it has been demonstrated that PSM is particularly based on values and general interest orientation (Desmarais and Edey Gamassou, 2012) . Data has been collected at two points in time within one year, allowing us to test the causality hypothesis.
The results of this survey should allow us to consider whether human resource management measures that include PSM in recruitment criterion or that reinforce motivational attitude at work in public organizations could be expected to prevent or lower turnover.
To do so, we will first present PSM and its relationships to the OB constructs studied in the literature especially in regards to OC. In the second chapter, we present the context of the study and propose research hypotheses.
We will then address the methodology and analysis employed and, finally, present and discuss the results in the last chapter.
• The attraction for public policy or the tendency to seek opportunities to participate in the formulation of public policy (rational motives)
• Commitment to the public interest, attachment to ideas of civil duty and social justice (normative motives)
• Compassion, desire to protect citizens, attachment to the values of the political institution (affective motives)
• Personal sacrifice, or abnegation, a particularly altruistic dimension and the corresponding will to substitute consecutive intangible gratification for services rendered to others instead of tangible and monetary reward (affective and normative motives)
We will first examine the variables studied as consequences of PSM and then focus on the relationship between PSM and AOC. Finally, we will present the state of the art on AOC in the public sector.
Consequences of Public Service Motivation
PSM is generally studied as an antecedent of attitudes, behavior, positive feelings about work, and, in particular, of performance. According to Moynihan and Pandey (2007, p. 41) , the motivational theory supporting PSM relies on the idea of a connection between the fact of seeking the public interest and the behavior that leads those individuals endowed with strong PSM to contribute in a positive manner to their organizations. They would have higher levels of OC (Crewson, 1997), would work more in the strong belief that their work is important (Wright, 2003) , are likely to be more efficient, more satisfied professionally and less likely to resign (Naff and Crum, 1999) . Thus, several recent articles believe that hypotheses on the relationship between PSM and OC, between PSM and professional satisfaction and between PSM and performance (individual, organizational and task) have already been validated (Carpenter et al., 2012, p. 509, Wright and Grant, 2010, p. 691) . Steen and Rutgers (2011, p. 346 ) went on to cite Lewis and Alonso (2001) , Lewis and Frank (2002) , Kim (2006 ), Bright (2007 , Brewer (2008), Pandey, Wright and Moynihan (2008) to support the hypothesis of a causal relation between PSM and positive effects such as job commitment, OC, professional satisfaction and individual and organizational performance. They also mention (op. cit., p.354) the existence of the phenomenon of OC diminution, loss of PSM, dissatisfaction, intent to resign or the adoption of non-ethical behavior with agents who feel a conflict between their allegiance to the organization and their engagement in public interest. They rely on Buchanan's results (1974) showing civil servants disappointed by the confrontation between the agents' ideals -driven by extra-organizational social concerns that characterize PSM -and the reality of life in an organization. contributed to its development, are all those that allow an individual to be involved in an action, to be intrinsically motivated by an action, that allows the individual to recognize the value of an entity or an action, or even to perceive their identity as derived from association with an entity or work towards an objective. Thus, AOC could also have intrinsic motivation (IM) and PSM as antecedents. Nevertheless, Meyer and Herscovitch (2001, p. 308-310) also show that commitment oriented towards an objective or a specific organization, is the antecedent of the general state of mind positively directed towards an abstract notion encompassing the objective or the organization. This explanation throws light on Camilleri and Van Der Heijden's conclusions (2007) rejecting the hypothesis that PSM is an antecedent of OC. According to these authors, PSM is a consequence of OC and not the contrary (Camilleri and Van Der Heijden, 2007, p. 258) , for "to want to remain a member of a public sector structure accentuates the predisposition to work for a public institution and not the contrary".
In a quantitative study of Belgian public officers, Vandebabeele (2009) demonstrated that PSM has an effect on individual performance; a direct effect as well as an effect that is mediated by professional satisfaction, AOC and normative OC.
In terms of OC consequences, Peyrat-Guillard (2002, p. 81-82) listed 4 fundamental contributions: Mowday, Porter and Steers (1982) , Mathieu and Zajac (1990, p.174 ) who regrouped a large number of OC consequences under the generic term of "Job Performance", Morrow (1993) and Meyer and Allen (1997) who identified 3 large categories of consequences: withdrawal, productive behavior and employees' well-being. "Withdrawal" can encompass some of the consequences listed by Mathieu and Zajac (op.cit.) such as Perceived Job Alternatives, Intention to Search, Intention to Leave, Lateness, and Turnover.
Affective Organizational Commitment in the public sector
As observed by Steijn and Leisiink (2006, p. 188) referring to Liou and Nyhan (1994) and Balfour and Wechsler (1996) , OC has not often been addressed in the public sector.
However, using three secondary data sources, Crewson (1997) has shown that, between public and private sector employees, there are stable and generalizable differences in terms of motivation for reward and that "public employees with preference for service over economic benefits are likely to be more committed to agency operations than employees with a preference for economic rewards". Moon (2000) has investigated the relationship between intrinsic and extrinsic motivation with OC, as well as the relation between OC and three other types of commitment: in the sector, in the level of hierarchy and in the organizational culture. The study brings to light the absence of public manager sensitivity to extrinsic motivation (Moon, 2000, p. 190) . Castaing and Roussel (2006) conducted the first French quantitative study that included PSM. According to their study on a sample of 754 civil servants from the French state public sector (FSPS), the normative and affective dimensions of OC determine PSM more strongly than other forms of commitment or engagement. Castaing (2006) emphasizes that while Perry (1996) has the dimension "engagement in the public interest" as a normative form of PSM, in fact it more strongly influences the affective dimension of commitment than its normative dimension. He concludes that engagement in the public interest would be a question more of the desire to serve users than a perceived obligation. Steijn and Leisink (2006, p.200) , whose findings differ from other studies with respect to normative commitment, raise the hypotheses that "the meaning of normative commitment in the public sector is different from than in the private sector because of the presence of PSM".
In France as well, Edey Gamassou and Lourel (2008) (Hobfoll, 1989, Wright and Hobfoll, 2004) , one of the dominant approaches to burnout modeling within a salutogenic perspective (Neveu, 2007, p. 22) . The mobilization of this model enables the necessary reflection on HRM policy and on the mechanisms needed for the prevention of stress and burn-out and their consequences (absenteeism, staff turnover, intention to resign), as well as, the positive managerial measures to induce OC and its expected results (self-efficacy, collective performance, intention to stay, well-being). This model is based on the classification of job characteristics in two higher-order opposing categories: job demands (JD) and job resources (JR) (Giauque, Resenterra and Siggen, 2013) . JR are the aspects of the work context -mainly related to social or work characteristics -that can both reduce the health-impairing impact of JD and enhance positive attitude towards the job and the organization. The JD-R model is a dual-process motivational model that includes a positive, motivational spiral relying on the professional resources available to the individual, which causes or enhances commitment and a negative, debilitating spiral linked to professional requirements potentially leading to burn-out. In their study conducted among 434 civil servants in the French local public sector (FLPS), Edey Gamassou and Lourel (Ibid) have highlighted that Organization Support is the factor explaining most OC variance and that professional interpersonal relationships (social support, latent conflicts) have no influence on OC. Steen and Rutgers (2011, p. 354 ) mention the existence of the phenomenon of OC diminution, loss of PSM, dissatisfaction, intent to resign or the adoption of non-ethical behavior with agents who feel a conflict between their allegiance to the organization and their engagement for public interest. They rely on Buchanan's results (1974) showing civil servants who were attracted to the public sector by the desire to bring something to society, and were disillusioned and frustrated by the amount of activities that have nothing to do with serving the mission that interests them. It is, in fact, a disappointment born from the confrontation between the agents' ideals (driven by extra-organizational social concerns that characterize PSM) and the reality of life in an organization.
For Wright, Moynihan and Pandey (2012, p. 211) , transformational leadership is an organizational factor associated with both high levels of PSM and an indirect influence on the attraction of the organization's missions for the employees. Thus, the effect of PSM on performance or satisfaction will, in fact, be linked to its effect on the employee's perception of the consistency between his/her own values and those of the organization. This perception itself would be an indirect result of transformational leadership; a type of leadership which clarifies the organization's goals, links employees' posts to the organization's missions and communicates a feeling of pride in the organization.
We will now present the variables included in the data collection and the hypotheses that we have developed.
Measured variables and hypotheses

Measured variables
Self-Determination Theory (SDT, Gagné and Deci, 2005) had great success in the domains of education, sport and health before merging with theories of organizational behavior. In this theory, intrinsic motivation (IM) is the most self-determined (or autonomous) form of motivation, corresponding to the will to act for the pleasure and satisfaction that the individual finds in the activity itself. According to Deci and Ryan (2011, p.19) , "all people have the needs for competence, autonomy, and relatedness" in order to "develop and function optimally".
These elements themselves correspond to 3 innate psychological needs: the need to act freely and in accordance with one's values, to feel efficient, to have enriching relationships. Satisfaction of the first need links SDT with PSM, as Compassion and Self-Sacrifice correspond to the individual's quest for professional activity that is in accordance with his/her values. The second need can be seen in line with Bandura's concept of self-efficacy (1986); the 3rd refers to social support.
According to Gagné and Deci's (Ibid, p. 347, Figure 2 ) synthesis of research results on SDT as applied to employment, the consequences of motivation are performance (complex, creative and citizenship), psychological well-being, organizational trust and commitment and job satisfaction.
Self-Efficacy is defined as the individual's judgment of his/ her own "capabilities to organize and execute courses of action required to attain designated types of performances" (Bandura 1986, p.391). According to Wright (2007) , self-efficacy influences motivation through its effect on the direction and persistence of behavior.
Higher levels of self-efficacy are often associated with better performance as employees are more likely to expend the necessary effort and persist in the face of obstacles if they feel that their efforts will eventually be successful. Camilleri and Van Der Heijden (2007) cautiously accept the hypothesis that individual performance is a consequence of both OC and PSM.
Social Support has been widely studied as a variable that reduces stress or buffers its effects (Henderson and Argyle, 1984, p. 299) . Support from one's superior has been shown to have a consistent relation with several outcomes impacting workers' welfare (Ganster, Fusilier, Mayes, 1986) . According to Stinglhamber and Vandenberghe (2003, p.264) , Perceived Supervisor Support (PSS) does not influence AOC and AOC does not impact turnover (significant correlation with risk error 0.05 but <.3 in absolute value) but PSS has an indirect effect on turnover. In a study conducted among public employees, the comparison of the effects of Perceived Colleague Support and PSS on Exhaustion, with regard to cross-tabulated results, indicates a stronger relationship between PSS and Exhaustion (Mutuelle Nationale Territoriale, 2013, p. 79).
Exhaustion, according to Maslach and Leiter (2008) represents the individual strain dimension of burnout, defined as a "psychological syndrome that involves a prolonged response to chronic interpersonal stressors on the job" (Ibid, p. 498). Burnout is composed of three dimensions: Exhaustion, Depersonalization and Reduced Accomplishment. Exhaustion is a state of emotional and physical depletion, lack of energy whereas Depersonalization refers to the response of an individual to the interpersonal context of his/her job consisting in detaching from the others. They are considered as the core of burnout. The third dimension of the syndrome, Reduced Accomplishment, refers to a feeling of inefficacy.
As we are seeking to study individual perception and not objectified reality of behavior and efficiency we can measure the variables using self-reporting scales without being subject to criticism as to their objectivity.
Nevertheless, the administrated questionnaire offered the possibility for the respondent to complete his/her answer with his/her own words and four of them have completed their answer to the Intention to Quit indicator by specifying either that they were looking actively for another position, or that they haven't managed to find one after looking, or that they already have plans to leave (a month later) or to take a year-long sabbatical leave.
Hypotheses
According to our review on PSM's consequences, the following hypotheses are employed:
H1a, b, c: PSM will be positively related to AOC and Self-Efficacy and negatively to Intent to Quit
H1d, e, f: AOC will be positively related to Self-Efficacy and negatively to Intent to Quit According to Bakker et al. (2003) and Schaufeli and Bakker (2004) , it would be expected that OC would play a mediating role among resources and absence frequency, health problems and the intention to resign and also that AOC and Exhaustion relate negatively to another. Therefore we develop the following hypotheses:
H2a, b, c, d: IM and PSS will be positively related to AOC and negatively related to Exhaustion and to Intention to Quit H2'b: PSS will not be related to AOC H2e: AOC will be negatively related to Exhaustion and to Intention to Quit H2'e: AOC will not be related to Intention to Quit Despite general acknowledgment that OC is not influenced by demographic variables, we will control the influence of gender, age, tenure, type of structure, hierarchical and managerial positions. Moynihan and Pandey A second data collection took place ten months later (Time 2, T2: Jul-Aug 2013). Among the 125 respondents who had given their e-mail addresses at the end of the T1 questionnaire. 81 respondents completed the second questionnaire that included the complete AOC scale (Meyer and Allen, 1991, 6 items) and the same scales of IQE, Exhaustion and Self-Efficacy as in T1. No significant demographic differences were observed between the two samples (N 1 =1152 at T1, N 2 = 81 at T2).
We used principal component analysis to examine the structure of the constructs and then tested the reliability of As the short version of AOC at T1 presented a low alpha (0.495 with 5 items, 0.662, with 4 items), we decided to use a mono-item measure by including the item that loaded the most on the unique dimension, as did Steijn and Leisink (2006, p. 192) . At T2, the aggregate complete version of AOC has been used.
Analysis
The results presented below are intended to provide additional elements of reflection on those variables looked at in the literature review including the relationships among them in a large sample of territorial agents.
As a first step, we will observe correlations among measured attitudinal and organizational variables at T1.
Given the size of this first sample, the absence of significant correlations between two variables, or a low coefficient (inferior to .2) will allow us to exclude the hypothesis of an influence between those variables.
In a second step, we will observe correlations in T1 as well as in T2. Despite the modest size of the T2 sample (N 2 =81), significant correlations between measures of dependent variables (IQE, AOC and Exhaustion) at T2 and measures of antecedent variables at T1 will bring support to the causality hypothesis. We will therefore pay attention to the antecedent variables that show significant coefficients superior to .3 especially with IQE.
In a third step, we will use hierarchical multiple regression based on T1 cross-sectional data in order to compare the antecedent variables that most influence IQE with those identified through correlations in T1 and T2. The first model included only demographic data as antecedent variables, including both age and job tenure (their correlation is inferior to 0.7 and even to 0.5 -+.482, risk error < 0.01-, therefore we acknowledge that these two variables contain different individual information). The attitudinal and relational antecedent variables were included in the second model. All these variables were regressed on IQE.
Results
Correlations at T1 (N1=1152)
The analysis of cross-sectional data of T1 (N 1 =1152, see Table 1 in Appendix) shows significant correlation superior to 0.1 between IM and two dimensions of PSM: APPCPV (+.114) and Self-Sacrifice (+.126). AOC and Self-Efficacy are significantly (at a 2-tailed risk error <0.01-level) but very weakly (<.1 in absolute value) correlated to two dimensions of PSM (Compassion and Self-Sacrifice).
IM being significantly correlated to two dimensions of PSM brings support to the idea that PSM is, at least partly, an intrinsic task motivation oriented construct. The link between IM and PSS appears to be strong, as well as the relationship between Latent Conflicts and Exhaustion.
Exhaustion and Latent Conflicts are significantly and positively correlated with IQE whereas PSS, Intrinsic Motivation and AOC, and in a weaker manner, Self-Efficacy, are negatively correlated with IQE.
Correlations at T1 (N2 = 1152) and T2 (N2 = 81)
T2, being based on self-reported measurements, may introduce a method bias that could have increased several coefficients (between AOC2, IQE2, Exhaustion2, N 2 = 81, see Table 2 in Appendix). Yet, the high level of coefficient between the same variables measured at T1 and T2 can be seen as an additional indicator of the internal consistency of the scales (IQE1 and IQE2, Exhaustion1 and Exhaustion2). The weak level of the coefficient between AOC1 (mono-item) and AOC2 (complete 6 items scale) can be explained by the use of a mono-item scale at T1. AOC at T1 is significantly correlated only with two of the six items of the complete AOC scale used at T2 (+.261 and +.289, at a 2-tailed risk error < 0.05).
Focusing on AOC2, Exhaustion2 and IQE2, we observe that none of these dependent variables have significant correlations with PSM, nor with Self-Efficacy ( Table 2 in Appendix). AOC1 is not significantly correlated to IQE2. Therefore, hypotheses H1 are not validated. PSS is the only antecedent that significantly influences IQE2 (-.294, at a 2-tailed risk error < 0.05). PSS, Intrinsic Motivation and Latent Conflicts significantly influence both AOC2 and Exhaustion2 (see Summary of the significant correlations in Table 2 in Appendix). Hypotheses H2a,b,c,d,e are validated; H2'b,e are not.
Hierarchical Multiple Regression analysis at T1 (N1=1152)
The increase of explained variance from 5.7% for Model 1 to 27.2% for Model 2 underlines the importance of attitudinal and relational variables in the IQE attitude (see Table 3 in Appendix). Except from Age and Class as demographic variables, only three variables show a significant influence with a risk error inferior to 0.001: IM, PSS and Exhaustion (see Table 3 in Appendix).
Considering that the study is based on self-reported measurements and that the latest analysis was conducted on single source cross-sectional data, we focus only on convergent results based on theoretical grounds and on our three-step process of analysis. In addition to this limitation, there is a statistical reason for not giving too much credit to the effect of IM on IQE appearing in Model 2: IM being related to two variables (PSS and Exhaustion, see Table 2 in Appendix) that are both related to IQE may create the influence observed in Model 2 ( Table 3 in Appendix). Main result of our research is that Exhaustion and PSS are both strongly related to IQE, meaning that respondents willing to get out of their organizations are those who do not feel supported by their hierarchy and who feel drained of their energy, bringing additional support to Schaufeli and Bakker's model (op.cit.) .
The influence of Age and Class has been confirmed by complementary analysis on the T1 sample. The Chi-Square Tests on the influence of Class show, with a risk error inferior to 0.05, that Class may have an influence on IQE (see in Appendix Table 4 ). The correlation between Age and IQE at T2 is significant and superior to .3 (-.390, risk error < 0.01) and also superior to the correlation between Age and IQE measured at T1 (-.205), meaning that the intensity of the relationship between Age and IQE has increased from T1 to T2: younger employees may be willing to diversify their professional experiences more than older, more experienced employees, and their differences of attitude towards the organization becomes stronger after a few months, meaning that younger employees express a stronger will to quit at T2 (Yes soon, instead of, Yes but later) than at T1. Hypotheses H3 are partially validated.
Conclusion
Our analysis gives support to Camilleri and Van Der Heijden's hypothesis of the primacy of organizational determinants on PSM (op.cit.). According to this small sample of longitudinal data, it appears that PSM does not make a difference, as we have observed that AOC and IQE are strongly and significantly related to antecedent variables (IM, PSS, Latent Conflicts and Exhaustion) but not to PSM dimensions. Therefore the data does not support the idea that PSM influences commitment to, or turnover in, the organization.
There may be elements that can be used to develop an hypothesis of an indirect effect of PSM on AOC or IQE through its possible influence on these four variables (IM, PSS, Latent Conflicts and Exhaustion). PSM may influence the way employees and managers, working for local authorities, perceive the quality of their relationships at work (Latent Conflicts and PSS) as well as their tendency to feel satisfied by the content of their task in a public organization (IM).
According to the correlations observed on both samples, IM seems a strong deterrent to Exhaustion (-.454, risk error<0.001), as does PSS. IM and PSS are also strongly related to one another (+.440, risk error<0.001). Given the fact that these results are based on cross-sectional data, we cannot draw a definite conclusion on the importance of the managerial environment in creating working conditions that protect employees from burnout and boost their motivation for the tasks. One may argue that IM can be considered a personality trait that **. Correlation is significant at the 0.01-level (2-tailed). a. 0 cells (.0%) have expected count less than 5. The minimum expected count is 51.88.
